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Acronyms used in the People CMM

AB Ability to Perform

ADA Americans with Disabilities Act

CBA IPI CMM-Based Appraisal for Internal Process Improvement

CFROI cashflow return on investment

CMM Capability Maturity Model

CMMI Capability Maturity Model Integration

CMMI-SE/SW Capability Maturity Model-Integrated for Software Engineering
and Systems Engineering

CO Commitment to Perform

COBRA Consolidated Omnibus Budget Reconciliation Act

CMU Carnegie Mellon University

DoD Department of Defense

EEO Equal Employment Opportunity

EFQM® European Foundation for Quality Management

EVA® Economic Value Added

EVC Economic Value Creation

FFRDC federally-funded research and development center

HIPAA Health Insurance Portability and Accountability Act

IDEAL Initiating, Diagnosing, Establishing, Acting, Learning

IPPD Integrated Product and Process Development
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MBNQA Malcolm Baldrige National Quality Award

MBWA management by walking around

ME Measurement and Analysis

MTS Member of the Technical Staff

OSHA Occupational Safety and Health Administration

P practice

P-CMM People CMM®

PA process area

PAIS Process Appraisal Information System

PCAR People CMM® Assessment Repository.

PSPSM Personal Software ProcessSM

QWL quality of work life

RI Residual Income

ROCE Return on Capital Employed

SA-CMM Software Acquisition CMM®

SCAMPI Standard CMMI Assessment Method for Process Improvement

SE-CMM Systems Engineering Capability Maturity Model

SEI Software Engineering Institute

SEIR Software Engineering Information Repository
(http://seir.sei.cmu.edu)

SEPG software engineering process group

SEPM Software Engineering Process Management

SVA shareholder value analysis

SW-CMM Capability Maturity Model® for Software

TQM total quality management
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TSP Team Software Process

VE Verifying Implementation

Acronyms used for the People CMM process areas

CA Competency Analysis (process area)

CBA Competency-Based Assets (process area)

CBP Competency-Based Practices (process area)

CCI Continuous Capability Improvement (process area)

CD Competency Development (process area)

CI Competency Integration (process area)

CMP Compensation (process area)

COM Communication and Coordination (process area)

CRD Career Development (process area)

CWI Continuous Workforce Innovation (process area)

EWG Empowered Workgroups (process area)

MTR Mentoring (process area)

OCM Organizational Capability Management (process area)

OPA Organizational Performance Alignment (process area)

PC Participatory Culture (process area)

PM Performance Management (process area)

QPM Quantitative Performance Management (process area)

STF Staffing (process area)

TD Training and Development (process area)
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WE Work Environment (process area)

WFP Workforce Planning (process area)

WGD Workgroup Development (process area)
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Definitions

Ability to Perform A category of institutionalization practices within a process
area that describes the preconditions that must exist in the unit
or organization to implement practices competently. Ability to
Perform typically involves resources, organizational structures,
and preparation to perform the practices of the process area.

activity Actions taken by responsible individuals or workgroups to
implement workforce practices. (See also practices.)

activities See workforce activities.

affected individuals Those affected by the performance of a workforce activity or
by a decision. Also may imply that a workforce practice is
conducted only with individuals in selected positions, job
types, or units.

assignable cause of
process variation

An extraordinary event outside the bounds of the normal
execution of the process.

assignment The tasks involved in one or more roles whose performance
constitutes an individual’s committed work.

capability baseline A statistically-based description of the performance or results
of a process that has been performed repeatedly. Capability
baselines can quantify either attributes of the process (e.g.,
effort or duration) or of the product produced by the process
(e.g., amount or quality). Control charts used in statistical
process control are one form of capability baseline. However,
other statistical representations may be more appropriate,
depending on the nature of the data being characterized. The
purpose of a capability baseline is for predicting future
outcomes and for interpreting the results of process
performance. See also process performance baseline.

capability maturity
model

A capability maturity model (CMM) is an evolutionary
roadmap for implementing the vital practices from one or more
domains of organizational process. It contains the essential
elements of effective processes for one or more disciplines. It
describes an evolutionary improvement path from an ad hoc,
immature process to a disciplined, mature process with
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improved quality and effectiveness.

capability of the
workforce

See workforce capability.

coaching The use of an experienced and capable individual(s) to increase
the knowledge, skills, and process abilities of individuals or
workgroups. Coaching is a form of mentoring that involves
expert knowledge and skill in the subject matter being coached.

commitment A pact that is freely assumed, visible, and expected to be kept
by all parties involved.

Commitment to
Perform

A category of institutionalization practices within a process
area that describes the actions an organization must take to
ensure that the activities constituting a process area are
established and will endure. Commitment to perform typically
involves establishing organizational policies (to set
expectations for performance), executive management
sponsorship, and assigned responsibilities for advising on and
coordinating the implementation of workforce practices.

committed work An agreement concerning the scope of work to be performed
and the work products or services to be produced.

common workgroup
methods and
procedures

Common methods and procedures for performing standard
activities that occur in most workgroups, such as problem-
solving or conducting meetings.

compensation Compensation includes all forms of inducements or
remuneration offered to employees for work performed, most
commonly pay and guaranteed benefits. Pay includes any
guaranteed fixed rate of salary or hourly wages provided to
individuals, plus any variable amounts that are provided based
on an existing agreement between the organization and the
individual on how it is administered.

compensation
strategy

An organization’s philosophy and method for compensating its
workforce.

competency An underlying characteristic of an individual that is causally
related to effective and/or superior performance, as determined
by measurable, objective criteria, in a job or situation [adapted
from Spencer 93, p. 9]. (See also workforce competency.)

competency-based
asset

A bundle of information or an artifact that has been prepared in
a standard format and made available for widespread use. It
captures knowledge, experience, or artifacts developed in
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performing competency-based processes within an
organization. As an organizational asset, it becomes a
component of one of more workforce competencies.

competency-based
process

Defines how individuals within a specific workforce
competency apply their knowledge, perform their skills, and
apply their process abilities within the context of an
organization’s defined work processes. At Maturity Levels 4
and 5 of the People CMM, “competency-based processes” also
may also include integrated competency-based processes (or
multi-disciplinary processes). The organization’s defined
processes are often described in terms of the processes
performed by different workforce competencies, such as the
software development process, the sales process, or the
customer training process. Competency-based processes are
documented, trained, performed, enforced, measured, and
improved over time. The competency-based processes
associated with a single workforce competency may represent
only part of a defined organizational process, since other
elements of the defined process may be performed by
individuals with different workforce competencies.

competency
community

Members of a workforce who share and practice a workforce
competency; those who share the common knowledge, skills,
and process abilities of a particular workforce competency.
They are also sometimes referred to as “communities of
practice” [Brown 00, Wenger 98, Wenger 00].

competency
development plan

Identifies the current and future needs of a workforce
competency. These plans can either be produced as separately
documented plans for each workforce competency, or they can
be integrated together in the organization’s strategic workforce
plan.

competency
information

Typically describes an individual’s level of capability in
relation to the list of knowledge, skills, and process abilities
contained in relevant workforce competency descriptions.

competency
management

A collection of workforce practices used to enhance the
capability of the workforce to perform their assigned tasks and
responsibilities, and to achieve specific competency growth
objectives.

concern An issue, state of affairs, condition, complaint or grievance that
an individual or workgroup wants the organization to address
and resolve.

core competency The combination of technology and production skills that create
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an organization’s products and services and provide its
competitive advantage in the marketplace. A workforce
competency is different from the concept of a core competency
of the organization, as formulated by Prahalad and Hamel
[Prahalad 90]. One or more workforce competencies have to be
present in the workforce so that they can execute a core
competency of the organization.

corrective action Acts or deeds used to remedy a situation, remove an error, or
adjust a condition.

critical competency-
based processes

Those competency-based processes within each critical
workforce competency that are most crucial to achieving
defined performance objectives and business results.
Consequently, critical competency-based processes are
managed quantitatively at Maturity Level 4 to ensure that they
can be performed with sufficient capability to achieve the
organization’s quantitative performance objectives and
intended business results.

critical positions Positions that are critical to the accomplishment of the
organization’s business objectives. Critical positions include
more than just executive and other senior management
positions. Certain technical, operational, or business positions
may also be designated as critical positions because of the
difficulty in finding or developing individuals with the
knowledge, skills and process abilities to perform successfully
in these positions. The organization organizes the development
and career activities required to provide qualified candidates to
fill critical positions.

critical skills Skills that, if not performed effectively, could jeopardize the
successful performance of assigned tasks.

critical task A task that is important for accomplishing an individual’s or
unit’s performance objectives. A task that could jeopardize the
successful performance of an assignment, if it is not performed
well according to task-related criteria.

critical workforce
competency

Critical workforce competencies are those most crucial to
sustaining an organization’s capability in its core competence
[Prahalad 90]. Their growth and development is critical to the
viability of the organization’s strategic business objectives and
plans. Consequently, at Maturity Level 4, the organization’s
capability in these workforce competencies is managed
quantitatively to ensure their competency-based processes can
be performed with sufficient capability to achieve the
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organization’s quantitative performance objectives.

defined process A managed process that documents a set of tasks, contributes to
the production of a work product or the delivery of a service,
and provides appropriate measures of performance.

development
objectives

An individual’s intentions to satisfy needs for critical skills
required to perform assigned work and for development to
prepare for future assignments and career options.

empowered
workgroup

A workgroup that is granted considerable autonomy in
managing and performing its work and may perform selected
workforce practices within the workgroup.

establish and
maintain

In goal and practice statements in a CMM, this phrase means to
define, document, make available for use, and periodically
update.

equity A state wherein a market-adjusted balance exists between an
individual’s remuneration and their value to the organization as
measured by capability and performance.

executive
management

Management roles whose primary focus is the long-term
vitality of the organization, rather than short-term production or
service concerns. Executive management provides and protects
resources for long-term improvement of workforce practices.

As used in the People CMM practices, the term “executive
management” should be interpreted in the context of the
process area and the projects and organization under
consideration. The intent is to include specifically those
executive managers who are needed to fulfill the leadership and
oversight roles essential to achieving the goals of the process
area.

expected model
component

A model component which is meant to guide in implementing
improvements or performing assessments. Either the practices,
as described, or acceptable alternatives to them must be present
with a frequency appropriate to a reasonable implementation of
the practice before goals can be considered achieved.

goal An organizational state to be achieved by implementing the
practices of a process area. Goals are requirements for
implementing CMM-based improvements. The organizational
state described by each goal within a process area must be
achieved to consider the process area to be achieved.

In CMMs, the word “goal” is only used when referring to the
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model component. Each process area contains one or more
implementation goals and one institutionalization goal.

graduated career
opportunities

An arrangement of positions or work responsibilities that
require increasing levels of capability in one or more workforce
competencies. Graduated career opportunities include not only
promotion opportunities upwards within the organization such
as career ladders or paths, but also career lattices that provide
broadening or lateral assignments to gain experience or
increase the individual’s capabilities in additional workforce
competencies.

group A cluster of individuals organized into a structure that is
convenient for managing. This term is used only at Maturity
Level 2, and makes no assumption about the level of
dependency among their work activities. A high level of
interdependency among people in a group might justify their
being developed into a workgroup at Maturity Level 3.

human resources The collection of individuals (both managers and staff)
comprising the unit(s) within an organization that focuses on
devising practical, effective ways to manage employer-
employee relations. Their responsibility is directed toward, but
not limited to, the recruiting, selection, hiring, training,
compensating, and well-being of employees and the
formulation of policies, practices, and procedures that affect
employees.

IDEAL The IDEALSM model is an organizational improvement model
that serves as a roadmap for initiating, planning, and guiding
improvement actions. It is called the IDEAL model after the
first letters in each of its five phases: Initiating, Diagnosing,
Establishing, Acting, and Learning.

implementation
practices

The practices and procedures implemented by the organization
to satisfy the implementation goals of a process area. These are
the practices that collectively constitute the area of practice
denoted by the title of the process area. (See institutionalization
practices for contrast.)

individual
development
objectives

An individual’s intentions for meeting their training and
development needs to develop critical skills required by their
current assignment or to prepare for future assignments and
career opportunities.

individuals A person who performs an assignment required to execute the
business activities of the organization. The term “individuals”
is normally used in reference to those affected by the
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performance of a workforce practice or activity.

informative model
component

A model component that provides details that help explain or
elaborate approaches to implementing and institutionalizing a
practices or goals.

institutionalization The building and reinforcement of an organizational culture
that sustains the performance of workforce practices as
standard, ongoing business activities, even after those who
originally defined them are gone.

institutionalization
practices

The practices and procedures implemented to ensure that the
organization has a continuing commitment to and capability for
performing the organization’s workforce practices and
activities. Institutionalization practices support accomplishment
of an institutionalization goal in each process area.
Institutionalization practices can be categorized as:

•  Commitment to Perform
•  Ability to Perform
•  Measurement and Analysis
•  Verifying Implementation

(See implementation practices for contrast.)

integrated
competency-based
processes

Processes that have been interwoven from separate
competency-based processes to achieve a more seamless,
process-based interaction among people possessing different
workforce competencies. For instance the interweaving of a
mechanical design process and a manufacturing design process
into a single product design process. Also called a
multidisciplinary process. Throughout Maturity Levels 4 and 5,
the use of the term “competency-based processes” implies the
inclusion of integrated competency-based processes.

integrated product
and process
development

Integrated Product and Process Development provides a
systematic approach to product development that achieves a
timely collaboration of relevant stakeholders throughout the
product life cycle to better satisfy customer needs.

knowledge The information and understanding that someone must have to
perform a task successfully. Knowledge provides the basis for
performing a skill.

managed process A performed process that is planned and executed in
accordance with policy, employs skilled people having
adequate resources to produce controlled outputs, involves
stakeholders, and is reviewed and evaluated for adherence to
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requirements.

maturity level A maturity level represents a new level of organizational
capability created by the transformation of one or more
domains of an organization’s processes. It is an evolutionary
plateau on an organization’s improvement path from ad hoc
practices to a state of continuous improvement. All CMMs
contain 5 levels of maturity. (See also process area.)

Measurement and
Analysis

A category of institutionalization practices within a process
area that describes the actions the organization must take to
ensure that workforce practices are evaluated for performance
and effectiveness. Measurement and Analysis typically
involves measuring the status of the practices performed,
aggregating some measures from the unit to the organizational
level, and evaluating the effectiveness of the practices
performed.

mentoring The process of transferring the lessons of greater experience in
a workforce competency to improve the capability of other
individuals or workgroups.

method A reasonably complete set of rules and criteria that establish a
precise and repeatable way of performing a task or practice and
arriving at a desired result.

multi-disciplinary
processes

A process that has been interwoven from separate competency-
based processes to achieve a more seamless, process-based
interaction among people possessing different workforce
competencies. One example of a multi-disciplinary process is
the the interweaving of a mechanical design process and a
manufacturing design process into a single product design
process. Also called an integrated competency-based process.
Throughout Maturity Levels 4 and 5, the use of the term
“competency-based processes” implies the inclusion of multi-
disciplinary processes.

optimizing process A quantitatively managed process that is continually improved
to increase its capability. These continuous improvements can
be made through both incremental and innovative
improvements. (See quantitatively managed process and
defined process for contrast.)

organization A collection of units for which an executive management is
responsible. An organization could constitute an entire
company or agency, or it could constitute only a component of
a larger organizational entity, such as a division or branch.
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organization’s
business objectives

Strategies devised by executive management to ensure an
organization’s continued existence, and to enhance its
profitability, market share, and other factors influencing the
organization’s success.

organization’s set of
standard processes

The definition of the basic processes that are used as the basis
for establishing common processes across the organization. It
describes the fundamental process elements that are expected to
be incorporated into the defined processes. It also describes the
relationships (e.g., ordering and interfaces) between these
process elements. (See also defined process and process
elements.)

organizational
maturity

The extent to which an organization has explicitly and
consistently deployed workforce practices or processes that are
documented, managed, measured, controlled, and continually
improved. Organizational process maturity may be measured
via a process appraisal.

organizational
policy

A guiding principle typically established by executive
management that is adopted by an organization to guide
behavior and influence decisions.

organizational
role

One or more individuals who coordinate and advise people
throughout the organization on the implementation of practices
within a process area. Those who might fill “organizational
roles” are usually found in staff positions such as human
resources, training, process engineering, etc.

participatory culture An environment in which information is made available to
support individuals in making appropriate decisions, and where
decisions are shifted to the most appropriate location within the
organization so that those affected by a decision participate in,
or are represented in, the process of making it.

performance
alignment

The congruence of performance objectives and the consistency
of performance results across the individuals, workgroups,
units, and organization. Therefore, the process of aligning
performance results across individuals, teams, and units with
the organization’s performance objectives, and quantitatively
assessing the effectiveness of workforce practices on achieving
alignment

performance
improvement plan

A document describing the detailed actions and expected
results for correcting identified performance problem(s).

performance The process of establishing objective criteria against which unit
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management and individual performance can be measured, providing
performance feedback, managing performance problems,
rewarding and recognizing outstanding performance, and
enhancing performance continuously.

performance
objective

A measurable attribute or result of work behavior that can be
used to evaluate the performance of a unit, workgroup, or
individual.

perquisites A privilege or profit beyond regular pay that is provided as a
component of overall compensation. A benefit that is provided
only to specified individuals or positions within the
organization.

personal
development plan

Specifies the actions to be taken by an individual for
developing additional capability in their workforce
competency, and for applying this capability to their work. The
plan usually contains objectives for completing development
activities, and may contain objectives for capability or
performance improvement.

personal work
processes

The work processes used by an individual to perform his or her
portion of a business process; they are how single individuals
perform the elementary tasks constituting the competency-
based processes involved in their work. Thus, personal work
processes reflect unique, individual characteristics that differ
among people performing the same competency-based process.
Through Continuous Capability Improvement, these personal
work processes mature to become a “customized set of orderly,
consistently practiced, and high-quality personal practices”
[Humphrey 95].

policy A guiding principle typically established by executive
management, which is adopted by an organization or project to
influence and determine decisions.

position A post of employment, an assignment of duty, a job.

practice A practice contained in a process area that describes an
essential activity to, in part or in whole, accomplish a goal of
the process area. A practice is a subprocess within a process
area that contributes to achieving a process area goal. (See also
process area and goal.)

practices “Practices” is used throughout the People CMM to refer to
standard workforce processes. (See workforce practices. See
also activities, which refers to actions taken to implement these
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practices.)

Practices Performed The implementation practices within a process area that
describes the practices and procedures that an organization
would ordinarily be expected to perform in order to achieve the
implementation goals of a process area.. These practices
constitute the area of concern represented in the title of the
process area. (See implementation practices. See also process
area.)

preparation Activities undertaken to ensure that responsible individuals
have the skills required to perform their responsibilities.
Preparation could involve mentoring, classroom training, self-
study, or any other activity that ensures the affected individual
has the required level of knowledge and skill to perform the
practices and activities allocated to them.

procedure A written description of a course of action to be taken in
performing a task or workforce practice.

process A set of tasks or activities performed to achieve a given
purpose or a specified result.

process ability The capacity to perform individual skills in the specific
sequencing or method used in the organization to coordinate
activities among individuals or groups, and to adjust the
performance of skills, as necessary, to maintain an orderly flow
of work.

Process abilities represent an individual’s capacity to apply
their knowledge and perform their skills within the context of
the organization’s defined, competency-based processes. It
includes the ability to adjust the performance of skills in ways
that maintain an orderly flow of work. Possessing a process
ability indicates that an individual is able to perform the
competency-based processes appropriate for someone at their
level of development in the workforce competency.

process area A cluster of related practices that, when performed collectively,
satisfy a set of goals that contribute to the capability gained by
achieving a maturity level.

process area goal See goal.

process asset Anything that the organization considers useful in attaining the
goals of a process area.

process capability The range of expected results that can be achieved by following
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a process. The ability of a process to meet its objectives or
requirements or to perform within specified limits.

process capability
baseline

A documented characterization of the range of expected results
that would normally be achieved by following a specific
process under typical circumstances.

process description A documented expression of a set of activities performed to
achieve a given purpose that provides an operational definition
of the major components of a process. The documentation
specifies, in a complete, precise, and verifiable manner, the
requirements, design, behavior, or other characteristics of a
process. It also may include procedures for determining
whether these provisions have been satisfied. Process
descriptions may be found at the activity, personal, workgroup,
unit, or organizational levels.

process element A unitary component of a process description, usually at task or
activity level which would not be defined into more elementary
components. A process may be defined in terms of
subprocesses or process elements. A subprocess can be further
decomposed; a process element is not decomposed into finer-
grained descriptions.

process group A collection of specialists that facilitate the definition,
maintenance, and improvement of the process(es) used by the
organization.

process
improvement

A program of activities designed to improve the performance
and maturity of the organization’s processes, and the results of
such a program.

process maturity The extent to which an organization’s processes are defined,
managed, measured, controlled, and continually improved.
Process maturity implies continued improvement in the
organization’s capability for performing its business activities,
and indicates consistency in performing its processes
throughout the organization.

process owner Those responsible for defining and maintaining a process. At
the organizational level, the process owner is the individual(s)
responsible for the description of a standard process or set of
related practices. Within a workforce competency, the process
owner is the individual(s) responsible for defining and
maintaining the competency-based processes associated with
that workforce competency. A process may have multiple
owners at different levels of responsibility. (See also defined
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process.)

process
performance

A measure of the actual results achieved by performing or
following a process.

process
performance
baseline

A documented characterization of the actual results achieved by
following a process, which is used as a benchmark for
comparing actual process performance against expected process
performance. (See also process performance.)

process tailoring To make, alter, or adapt a process description to make it fit for
use in a particular situation. For example, the organization
tailors its defined processes to adapt them for use with different
competencies at Maturity Level 3. Similarly, competency-based
processes may be tailored for use within a specific workgroup
(See also process description, competency-based process, and
defined process.)

quantitatively
managed process

A defined process that is evaluated and controlled using
statistical and other quantitative techniques. The product
quality, service quality, or process performance are measured to
determine if results are within expected or predicted bounds,
and needs for corrective action are assessed. (See optimizing
process and defined process for contrast.)

recognition Special acknowledgments made to an individual or group for
accomplishments of value to the organization.

required model
component

A model component of a process area that is considered an
essential contributor to the organizational capability achieved at
the maturity level where the process area is located.

resource profile A quantitative representation of the capability of the workforce
within a selected workforce competency. At a minimum, a
resource profile presents the number of individuals available to
the organization at each level of capability within the
workforce competency.

reward Special recognition outside of the compensation system for
accomplishments of significant value to the organization.
Usually consists of variable amounts of money, stock, or other
considerations provided to individuals or groups at appropriate
times without any prior agreement as to conditions of receipt.
Rewards are distinguished from recognition in that rewards
typically involve financial considerations.

role A defined set of work tasks, dependencies, and responsibilities
that can be assigned to an individual as a work package. A role



Glossary

658 People Capability Maturity Model – Version 2

describes a collection of tasks that constitute one component of
a process, and would normally be performed by an individual.

skills The behaviors that an individual must be able to perform in
order to accomplish committed work. Skills may involve
behaviors that directly accomplish the task or that provide the
support of, or coordination with, others involved in
accomplishing tasks.

staffing The process by which talent is recruited, selected, and
transitioned into assignments in the organization.

staged
representation

A capability maturity model structure wherein attaining the
goals of a set of process areas establishes a maturity level; each
level builds a foundation for subsequent levels. (See also
process area and maturity level.)

stakeholder A group or individual that is affected by or is in some way
accountable for the outcome of an undertaking.

stated values A set of documented principles intended to guide behaviors or
decisions about how the organization conducts its business,
how it treats its workforce, how it interacts with its
environment, and other important issues.

strategic workforce
plan

Identifies the current and future workforce competency needs
of the organization, based on anticipated current and future
developments in the business and its products, services,
markets, technologies, and business processes. This plan
integrates the planned development activities for the
organization’s workforce competencies, which are necessary to
provide the needed competencies over time. The strategic
workforce plan sets long-term objectives for workforce
activities at the organizational and unit levels.

subpractice The component elements of a numbered practice in a process
area that are elaborated to guide its effective implementation.
Subpractices describe tasks or activities that may be
implemented in implementing the practice. Subpractices are
provided for informational purposes only (i.e., are informative
model components), and are intended to provide clarification of
the practice or ideas for guiding implementation.

subprocess A process that is part of a larger process. (See process
description.)

succession plans Plans produced for critical positions within the organization to
ensure that qualified individuals with the required knowledge,
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skills, and process abilities are always available to perform a
position’s responsibilities. (See also critical positions.)

tailoring The activity of elaborating, adapting, or completing the details
of a practice, process, or role for use in a particular situation or
set of circumstances.

team The People CMM does not use the term “team” in order not to
confuse the reader with the many meanings that have been
attached to this word in the literature on team building. The
People CMM uses the term “workgroup” and describes some
workgroups as “empowered”.

training Activities undertaken to ensure that all individuals have the
skills required to perform their assignments.

unit A single, well-defined organizational component (e.g., a
department, section, or project) within an organization. The
term “unit” is used to refer to any organizational entity that is
accountable to a specified individual(s) (usually a manager)
responsible for accomplishing a set of performance objectives
that can only be met through collective action. A workgroup
may constitute the lowest level unit, but the lowest level units
often consist of several workgroups. “Unit” is a recursive
concept, since units may be composed from other units
cascading down the organization. For instance, a division is a
unit consisting of departments, each of which may be a unit
consisting of programs, each of which may be a unit consisting
of projects, and so on.

unit training needs The aggregated requirements for development of knowledge,
skills, and process abilities among the individuals within a unit.

values Ideas held by individuals about ethical behavior or appropriate
behavior, what is right or wrong, desirable or undesirable.

Verifying
Implementation

A category of institutionalization practices within a process
area that describes the actions the organization must take to
ensure that it is complying with its policies regarding
workforce practices. Verifying Implementation typically
involves assuring that practices are being performed in
compliance with policies, stated values, plans, laws, and
regulations; and that executive management maintains
awareness of the level of compliance.

work commitment An agreement concerning work to be accomplished. The
commitment is made to the responsible individual for whom
the work is being performed or to whom the result is being
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delivered.

workforce The people an organization needs to perform its business
activities. Used especially when workforce practices and
activities are to be applied to the people in the organization
collectively rather than as single individuals.

workforce activities Actions taken to implement a workforce practice. Therefore,
workforce activities are what responsible individuals actually
do when performing a workforce practice. These actions are
taken by individuals, in workgroups or units, or by the
organization to implement workforce practices.

workforce capability The readiness or preparedness of an organization’s workforce
to perform its business activities. Specifically, the level of
knowledge, skills, and process abilities available to the
organization in each critical workforce competency for
performing committed work. The capacity of the workforce for
performing work or for achieving specified levels of
performance. Workforce capability is often measured for each
workforce competency.

workforce
competency

The People CMM refers to workforce competencies as a cluster
of knowledge, skills, and process abilities that an individual
should develop to perform a particular type of work in the
organization. A workforce competency can be stated at a very
abstract level, such as a need for a workforce competency in
software engineering, financial accounting, or technical
writing. Workforce competencies can also be decomposed to
more granular abilities, such as competencies in designing
avionics software, testing switching system software, managing
accounts receivable, preparing consolidated corporate financial
statements, or writing user manuals and training materials for
reservation systems.

workforce
improvement
activities

Activities that improve the level of knowledge, skills, process
abilities, motivation, and coordination of an organization’s
workforce.

workforce
improvement
proposal

A documented suggestion for change to a workforce process or
practice that will improve workforce capability and
performance.

workforce planning The process of matching workforce capability with business
needs by planning the workforce activities required to meet
current and future business needs at both the organizational and
unit levels.



 Glossary

People Capability Maturity Model – Version 2 661

workforce practices Processes, procedures, or guidelines for implementing the
organization’s workforce policies. Practices provide guidance
for complying with the organization’s workforce policies. A
workforce practice specifies documented procedures,
guidelines, and content for performing workforce activities in
any people-related area (e.g., compensation, performance
management, workgroup development, coaching). Workforce
practices are typically documented and maintained by the
human resources function or another appropriate group.

workgroup A collection of people who work closely together on tasks that
are highly interdependent to achieve shared objectives.

workgroup’s
operating process

All the tailored versions of competency-based processes,
integrated competency-based processes, and common
workgroup processes used by a workgroup.

A workgroup’s operating processes at the Defined Level are
composed from the collection of tailored competency-based
processes and common workgroup methods and procedures
selected for use within the workgroup. A workgroup’s
operating processes at the Predictable Level are composed from
the collection of tailored competency-based processes,
integrated competency-based processes, and common
workgroup methods and procedures selected for use within the
workgroup. A workgroup’s operating processes at the
Optimizing Level refer to all the tailored versions of
competency-based processes, integrated competency-based
processes, and common workgroup methods and procedures.

Each workgroup’s operating process may be slightly different
based on their tailoring of competency-based processes, and
their unique integration of the personal work processes of its
members.
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Purpose

This appendix describes the People CMM, the maturity levels and the process areas that
correspond to each maturity level of the P-CMM, and the goals and practices in each process
area.

Structure of the People CMM

The People CMM consists of five maturity levels that lay successive foundations for
continuously improving talent, developing an effective workforce, and successfully managing
the people assets of the organization. Each maturity level is a well-defined evolutionary plateau
that institutionalizes a level of capability for developing the workforce within the organization.

Each maturity level provides a layer in the foundation for continuous improvement of an
organization’s workforce practices. In maturing from the Initial to the Managed Level, the
organization installs the discipline of performing basic workforce practices. In maturing to the
Defined Level, these practices are tailored to enhance the particular knowledge, skills, and work
methods that best support the organization’s business. In maturing to the Predictable Level, the
organization develops competency-based, high-performance workgroups, and empirically
evaluates how effectively its workforce practices are meeting objectives. In maturing to the
Optimizing Level, the organization looks continually for innovative ways to improve its
workforce capability and to support the workforce in their pursuit of professional excellence.

Process Areas

The following figure displays the twenty-two process areas in the five maturity levels in the
People CMM. Each process area (PA) identifies a cluster of related activities that, when
performed collectively, achieve a set of goals considered important for enhancing workforce
capability. Process areas have been defined to reside at a single maturity level.
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Level 2 — Managed
Compensation

Training and Development
Performance Management

Staffing
Communication and Coordination

Work Environment

Level 1—Initial

Participatory Culture

Competency-Based Practices
Career Development

Competency Development
Workforce Planning

Competency Analysis

Quantitative Performance Management
Organizational Capability Management

Competency-Based Assets

Mentoring

Continuous Workforce Innovation
Organizational Performance Alignment

Continuous Capability Improvement

Managers take
responsibility for
managing and
developing their people

Develop workforce
competencies and
workgroups, and align
with business strategy
and objectives

Empower and integrate
workforce competencies
and manage performance
quantitatively

Continuously improve and
align personal, workgroup,
and organizational capability

Empowered Workgroups
Competency Integration

Workgroup Development

Level 3 — Defined

Level 4 — Predictable

Level 5 — Optimizing

Figure A.1   People CMM Process Areas
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Process areas identify both:

❏ the capabilities that must be institutionalized to achieve a maturity level, and

❏ the practices that an organization should implement to improve its workforce capability.

The process areas at the Managed Level (Maturity Level 2) focus on instilling basic discipline
into workforce activities. At Maturity Level 2, managers take responsibility for managing and
developing their people. The process areas at Maturity Level 2 are Staffing, Communication and
Coordination, Work Environment, Performance Management, Training and Development, and
Compensation.

The process areas at the Defined Level (Maturity Level 3) address issues surrounding the
identification of the organization’s primary competencies and aligning its people management
activities with them. At Maturity Level 3, the organization identifies and develops the workforce
competencies required to accomplish its business strategy and objectives. The process areas at
Maturity Level 3 are Competency Analysis, Workforce Planning, Competency Development,
Career Development, Competency-Based Practices, Workgroup Development, and Participatory
Culture.

The process areas at the Predictable Level (Maturity Level 4) focus on stabilizing predictable
workforce capability. Opportunities enabled by developing workforce competencies are
exploited. Workforce capability and performance become predictable through quantitative
management. The process areas at Maturity Level 4 are Competency Integration, Empowered
Workgroups, Competency-Based Assets, Quantitative Performance Management, Organizational
Capability Management, and Mentoring.

The process areas at the Optimizing Level (Maturity Level 5) focus on continuous improvement
of workforce capability and practices. These practices cover issues that address continuous
improvement of methods for developing competency, at both the organizational and the
individual level. The process areas at Maturity Level 5 are Continuous Capability Improvement,
Organizational Performance Alignment, and Continuous Workforce Innovation.

Practices

This appendix contains an abridged version of the P-CMM practices, which provides a high-level
overview of the practices within each process area. This appendix contains the purpose of each
process area, its goals, and the practice statements from the process area. These items are
extracted verbatim from the detailed descriptions of each process area.

Each process area lists the implementation practices mapped to their respective goals.
Institutionalization practices (i.e., Commitment to Perform, Ability to Perform, Measurement
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and Analysis, and Verifying Implementation) are mapped to an institutionalization goal in each
process area. These practices must be in place to ensure that the process area is implemented
appropriately and effectively, is solidly established, will be maintained and not erode over time,
and can be effectively applied in future situations. To appropriately establish a process area, the
full set of practices should be used.

Commitment to Perform typically involves establishing organizational policies, executive
management sponsorship, and assigned responsibilities for advising on and coordinating the
implementation of workforce practices. Ability to Perform typically involves typically involves
resources, organizational structures, and preparation to perform the practices of the process area.
Measurement and Analysis typically involves measuring the status of the workforce practices
performed, aggregating some measures from the unit to the organizational level, and evaluating
the effectiveness of the workforce practices performed. Verifying Implementation typically
involves assuring that practices are being performed in compliance with policies, stated values,
plans, laws, and regulations; and that executive management maintains awareness of the level of
compliance.

Goal Mappings

The following process area tables map the practices to the relevant process area goals in each of
the twenty-two process areas in the People CMM. The goals of a process area summarize the
states that must exist for that process area to have been implemented in an effective and lasting
way. The extent to which the goals have been accomplished is an indicator of how much
capability the organization has established at that maturity level. The goals signify the scope,
boundaries, and intent of each process area.

These practice-to-goal mappings can be used for comprehending the structure of the model, for
guiding the implementation of improvement activities, and for evaluating the satisfaction of
goals during an assessment. These mappings are suggestive of the strongest relationships
between practices and goals. However, relationships may exist between practices and goals to
which they are not mapped in these tables. SEI-authorized People CMM Lead Assessors must
use their professional judgement in guiding assessment team members to make appropriate
mappings of practices to goals under the organizational circumstances being assessed.
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Staffing

The purpose of Staffing is to establish a formal process by which committed work is matched to
unit resources and qualified individuals are recruited, selected, and transitioned into assignments.

STAFFING
P1 Responsible individuals plan and coordinate the staffing

activities of their units in accordance with documented policies
and procedures.

P2 Each unit analyzes its proposed work to determine the effort and
skills required.

P3 Individuals and workgroups participate in making commitments
for work they will be accountable for performing.

Goal 1 Individuals or workgroups in
each unit are involved in
making commitments that
balance the unit’s workload
with approved staffing.

P4 Each unit documents work commitments that balance its
workload with available staff and other required resources.

P6 Position openings within a unit are analyzed, documented, and
approved.

P7 Position openings within the organization are widely
communicated.

P8 Units with open positions recruit for qualified individuals.

Goal 2 Candidates are recruited for
open positions.

P9 External recruiting activities by the organization are planned and
coordinated with unit requirements.

P10 A selection process and appropriate selection criteria are defined
for each open position.

P11 Each unit, in conjunction with its human resources function,
conducts a selection process for each position it intends to fill.

P12 Positions are offered to the candidate whose skills and other
qualifications best fit the open position.

Goal 3 Staffing decisions and work
assignments are based on an
assessment of work
qualifications and other valid
criteria.

P15 Representative members of a unit participate in its staffing
activities.

P5 Individual work assignments are managed to balance committed
work among individuals and units.

P13 The organization acts in a timely manner to attract the selected
candidate.

P14 The selected candidate is transitioned into the new position.
P16 Workforce reduction and other outplacement activities, when

required, are conducted according to the organization’s policies
and procedures.

P17 Discharges for unsatisfactory performance or other valid reasons
are conducted according to the organization’s policies and
procedures.

Goal 4 Individuals are transitioned into
and out of positions in an
orderly way.

P18 Causes of voluntary resignation from the organization are
identified and addressed.
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STAFFING
CO1 The organization establishes and maintains a documented policy

for conducting its Staffing activities.

CO2 An organizational role(s) is assigned responsibility for assisting
and advising units on Staffing activities and procedures.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Staffing activities are performed.

AB2 Adequate resources are provided for performing Staffing
activities.

AB3 Individuals performing Staffing activities receive the preparation
in methods and procedures needed to perform their
responsibilities.

AB4 Individuals participating in Staffing activities receive appropriate
orientation in Staffing practices.

ME1 Measurements are made and used to determine the status and
performance of Staffing activities.

ME2 Unit measures of Staffing activities are collected and
maintained.

VE1 A responsible individual(s) verifies that Staffing activities are
conducted according to the organization’s documented policies,
practices, procedures, and, where appropriate, plans; and
addresses noncompliance.

Goal 5 Staffing practices are
institutionalized to ensure they
are performed as managed
processes.

VE2 Executive management periodically reviews the Staffing
activities, status, and results; and resolves issues.
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Communication and Coordination

The purpose of Communication and Coordination is to ensure timely communication across the
organization and that the workforce has the skills to share information and coordinate their
activities efficiently.

COMMUNICATION AND COORDINATION
P1 The workforce-related policies and practices of the organization

are communicated to the workforce.
P2 Information about organizational values, events, and conditions

is communicated to the workforce on a periodic and event-driven
basis.

Goal 1 Information is shared across the
organization.

P3 Information required for performing committed work is shared
across affected units in a timely manner.

P4 Individuals’ opinions on their working conditions are sought on
a periodic and event-driven basis.

P5 Individuals or groups can raise concerns according to a
documented procedure.

Goal 2 Individuals or groups are able
to raise concerns and have them
addressed by management.

P6 Activities related to the resolution of a concern are tracked to
closure.

P7 The interpersonal communication skills necessary to establish
and maintain effective working relationships within and across
workgroups are developed.

P8 Interpersonal problems or conflicts that degrade the quality or
effectiveness of working relationships are handled appropriately.

P9 Individuals and workgroups coordinate their activities to
accomplish committed work.

P10 Individuals and workgroups monitor and coordinate the
dependencies involved in their committed work.

Goal 3 Individuals and workgroups
coordinate their activities to
accomplish committed work.

P11 Meetings are conducted to make the most effective use of
participants’ time.
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COMMUNICATION AND COORDINATION
CO1 Executive management establishes and communicates a set of

values for the organization regarding the development and
management of its workforce.

CO2 The organization establishes and maintains a documented policy
for conducting its Communication and Coordination activities.

CO3 An organizational role(s) is assigned responsibility for assisting
and advising units on Communication and Coordination
activities and procedures.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Communication and Coordination
activities are performed.

AB2 Adequate resources are provided for performing Communication
and Coordination activities.

AB3 Individuals responsible for facilitating or improving
Communication and Coordination activities receive the
preparation needed to perform their responsibilities.

ME1 Measurements are made and used to determine the status and
performance of Communication and Coordination activities.

ME2 Unit measures of Communication and Coordination activities
are collected and maintained.

VE1 A responsible individual(s) verifies that the Communication and
Coordination activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 4 Communication and
Coordination practices are
institutionalized to ensure they
are performed as managed
processes.

VE2 Executive management periodically reviews the Communication
and Coordination activities, status, and results; and resolves
issues.
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Work Environment

The purpose of Work Environment is to establish and maintain physical working conditions and
to provide resources that allow individuals and workgroups to perform their tasks efficiently and
without unnecessary distractions.

WORK ENVIRONMENT
P1 The physical environment and resources required to perform

committed work are identified in each unit.
P2 The physical environment required to perform assigned work is

provided.
P3 Individual workspaces provide an adequate personal

environment for performing assigned work responsibilities.
P4 The resources needed to accomplish committed work are made

available in a timely manner.

Goal 1 The physical environment and
resources needed by the
workforce to perform their
assignments are made available.

P5 Improvements are made to the work environment that improve
work performance.

P6 Environmental factors that degrade or endanger the health or
safety of the workforce are identified and corrected.

P7 Physical factors that degrade the effectiveness of the work
environment are identified and addressed.

Goal 2 Distractions in the work
environment are minimized.

P8 Sources of frequent interruption or distraction that degrade the
effectiveness of the work environment are identified and
minimized.



 Practice-to-Goal Mappings

People Capability Maturity Model – Version 2 673

WORK ENVIRONMENT
CO1 The organization establishes and maintains a documented policy

for conducting its Work Environment activities.
CO2 An organizational role(s) is assigned responsibility for assisting

and advising units on work environment-related activities, and
for assuming appropriate organizational responsibilities for the
physical work environment and work resources.

AB1 Within each unit, an individual (s) is assigned responsibility and
authority for ensuring that Work Environment activities are
performed.

AB2 Within prudent limits, adequate resources are provided for
performing Work Environment activities, implementing the
physical environment and resources necessary to perform
assigned work, and making improvements to the work
environment.

AB3 The workforce receives the preparation needed to maintain an
effective work environment.

AB4 Those responsible for improving the work environment receive
the preparation in relevant methods and procedures needed to
perform their responsibilities.

ME1 Measurements are made and used to determine the status and
performance of Work Environment activities.

ME2 Unit measures of Work Environment activities are collected
and maintained.

VE1 A responsible individual(s) verifies that Work Environment
activities are conducted according to the organization’s
documented policies, practices, procedures, and, where
appropriate, plans; and addresses noncompliance.

Goal 3 Work Environment practices
are institutionalized to ensure
they are performed as managed
processes.

VE2 Executive management periodically reviews the Work
Environment activities, status, and results, including
improvements to the work environment; and resolves issues.
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Performance Management

The purpose of Performance Management is to establish objectives related to committed work
against which unit and individual performance can be measured, to discuss performance against
these objectives, and to continuously enhance performance.

PERFORMANCE MANAGEMENT
P1 Measurable performance objectives based on committed work

are established for each unit.
P2 The unit’s performance objectives are periodically reviewed as

business conditions or work commitments change, and, if
necessary, they are revised.

P4 Performance objectives based on committed work are
documented for each individual on a periodic or event-driven
basis.

Goal 1 Unit and individual
performance objectives related
to committed work are
documented.

P5 Performance objectives for each individual are reviewed on a
periodic or event-driven basis, and, if necessary, they are revised.

P3 Those accountable for the accomplishment of unit performance
objectives track and manage unit performance.

P6 Those responsible for performance management activities
maintain ongoing communication about the performance of
committed work with those whose performance they manage.

P7 Those responsible for managing the performance of others
maintain an awareness of accomplishments against performance
objectives for each of the individuals whose performance they
manage.

P8 Potential improvements in process, tools, or resources, which
could enhance an individual’s performance of committed work,
are identified, and actions are taken to provide them.

Goal 2 The performance of committed
work is regularly discussed to
identify actions that can
improve it.

P9 The accomplishments of individuals against their performance
objectives are documented and discussed on a periodic or event-
driven basis according to a documented procedure.

P10 If performance problems occur, they are discussed with the
appropriate individual(s).

P11 Performance improvement plans are developed for resolving
persistent performance problems according to a documented
procedure.

Goal 3 Performance problems are
managed.

P12 Progress against a documented performance improvement plan is
periodically evaluated, discussed, and documented.

P13 Guidelines for recognizing or rewarding outstanding
performance are developed and communicated.

Goal 4 Outstanding performance is
recognized or rewarded.

P14 Recognition or rewards are made on an appropriate basis as
events occur that justify special attention.
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PERFORMANCE MANAGEMENT
CO1 The organization establishes and maintains a documented policy

for conducting its Performance Management activities.
CO2 An organizational role(s) is assigned responsibility for assisting

and advising units on Performance Management activities.
AB1 Within each unit, an individual(s) is assigned responsibility and

authority for ensuring that Performance Management activities
are performed.

AB2 Adequate resources are provided for performing Performance
Management activities.

AB3 Individuals conducting Performance Management activities
receive the preparation needed to perform their responsibilities.

AB4 Individuals who participate in Performance Management
activities receive appropriate orientation in Performance
Management practices.

ME1 Measurements are made and used to determine the status and
performance of Performance Management activities.

ME2 Unit measures of Performance Management activities are
collected and maintained.

VE1 A responsible individual(s) verifies that the Performance
Management activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 5 Performance Management
practices are institutionalized to
ensure they are performed as
managed processes.

VE2 Executive management periodically reviews the Performance
Management activities, status, and results; and resolves issues.
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Training and Development

The purpose of Training and Development is to ensure that all individuals have the skills
required to perform their assignments and are provided relevant development opportunities.

TRAINING AND DEVELOPMENT
P1 In each unit, the critical skills required for performing each

individual’s assigned tasks are identified.
P2 Training needed in critical skills is identified for each individual.
P3 Each unit develops and maintains a plan for satisfying its

training needs.
P4 Individuals or groups receive timely training needed to perform

their assigned tasks.

Goal 1 Individuals receive timely
training that is needed to
perform their assignments in
accordance with the unit’s
training plan.

P5 Training is tracked against the unit’s training plan.

P6 A development discussion is held periodically with each
individual.

P7 Relevant development opportunities are made available to
support individuals in accomplishing their individual
development objectives.

Goal 2 Individuals capable of
performing their assignments
pursue development
opportunities that support their
development objectives.

P8 Individuals pursue development activities that support their
individual development objectives.
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TRAINING AND DEVELOPMENT
CO1 The organization establishes and maintains a documented policy

for conducting its Training and Development activities.
CO2 An organizational role(s) is assigned responsibility for assisting

and advising units on Training and Development activities and
procedures.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Training and Development activities
are performed.

AB2 Adequate resources are provided for performing Training and
Development activities.

AB3 Training time is made available to each individual according to
the organization’s training policy.

AB4 Individuals performing Training and Development activities
receive the preparation needed to perform their responsibilities.

ME1 Measurements are made and used to determine the status and
performance of Training and Development activities.

ME2 Unit measures of Training and Development activities are
collected and maintained.

VE1 A responsible individual(s) verifies that Training and
Development activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 3 Training and Development
practices are institutionalized to
ensure they are performed as
managed processes.

VE2 Executive management periodically reviews the Training and
Development activities, status, and results; and resolves issues.
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Compensation

The purpose of Compensation is to provide all individuals with remuneration and benefits based
on their contribution and value to the organization.

COMPENSATION
P1 An organizational compensation strategy is developed.
P2 The organization’s compensation strategy is periodically

reviewed to determine whether it needs to be revised.
P3 When appropriate, the workforce provides inputs for developing

or revising components of the organization’s compensation
strategy.

P4 A documented compensation plan is prepared periodically for
administering compensation activities needed to execute the
compensation strategy.

Goal 1 Compensation strategies and
activities are planned, executed,
and communicated.

P6 The organization’s compensation strategy is communicated to
the workforce.

P5 The compensation plan is designed to maintain equity in
administering the compensation strategy.

P10 Responsible individuals periodically review compensation
packages for those whose compensation they administer to
ensure they are equitable and consistent with the organization’s
compensation policy, strategy, and plan.

Goal 2 Compensation is equitable
relative to skill, qualifications,
and performance.

P11 Action is taken to correct inequities in compensation or other
deviations from the organization’s policy, strategy, and plan.

P7 Each individual’s compensation package is determined using a
documented procedure that is consistent with the organization’s
compensation policy, strategy, and plan.

P8 Compensation adjustments are made based, in part, on each
individual’s documented accomplishments against their
performance objectives.

Goal 3 Adjustments in compensation
are made based on defined
criteria.

P9 Decisions regarding an individual’s compensation package are
communicated to the individual.
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COMPENSATION
CO1 The organization establishes and maintains a documented policy

for conducting its Compensation activities.
CO2 An organizational role(s) is assigned responsibility for

performing or coordinating Compensation practices at the
organizational level and for assisting and advising units on
Compensation activities.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Compensation activities are
performed.

AB2 Adequate resources are provided for Compensation activities.
AB3 Individuals performing Compensation activities receive the

preparation needed to perform their responsibilities.
ME1 Measurements are made and used to determine the status and

performance of Compensation activities.
ME2 Unit measures of Compensation activities are collected and

maintained.
ME3 Aggregate trends in compensation activities and decisions are

measured and reviewed on a recurring basis.
VE1 A responsible individual(s) verifies that Compensation activities

are conducted according to the organization’s documented
policies, practices, procedures, and, where appropriate, plans;
and addresses noncompliance.

Goal 4 Compensation practices are
institutionalized to ensure they
are performed as managed
processes.

VE2 Executive management periodically reviews the Compensation
activities, status, and results; and resolves issues.
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Competency Analysis

The purpose of Competency Analysis is to identify the knowledge, skills, and process abilities
required to perform the organization’s business activities so that they may be developed and used
as a basis for workforce practices.

COMPETENCY ANALYSIS
P1 The workforce competencies required to perform the

organization’s business activities are identified.
P2 Each of the organization’s workforce competencies is analyzed

to identify the knowledge, skills, and process abilities that
compose it.

P3 Workforce competency descriptions are documented and
maintained according to a documented procedure.

Goal 1 The workforce competencies
required to perform the
organization’s business
activities are defined and
updated.

P4 Workforce competency descriptions are updated on a periodic
and event-driven basis.

P5 The competency-based processes to be performed by capable
individuals in each workforce competency are established and
maintained.

Goal 2 The work processes used within
each workforce competency are
established and maintained.

P6 Information about the use of competency-based processes is
captured and made available.

P7 Competency information regarding the capabilities of individuals
in their workforce competencies is collected and maintained
according to a documented procedure.

P8 Current resource profiles for each of the organization’s
workforce competencies are determined.

Goal 3 The organization tracks its
capability in each of its
workforce competencies.

P9 Competency information is updated on a periodic and event-
driven basis.
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COMPETENCY ANALYSIS
CO1 The organization establishes and maintains a documented policy

for conducting its Competency Analysis activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Competency Analysis activities across the
organization.

AB1 A responsible individual(s) coordinates the Competency
Analysis activities for defining, developing, and maintaining
each workforce competency.

AB2 Adequate resources are provided for performing Competency
Analysis activities.

AB3 Individuals performing Competency Analysis activities develop
the knowledge, skills, and process abilities needed to perform
their responsibilities.

AB4 The practices and procedures for performing Competency
Analysis are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Competency Analysis activities within each unit
and across the organization.

ME2 Measurements are made and used to determine the quality of
workforce competency descriptions and competency
information.

VE1 A responsible individual(s) verifies that Competency Analysis
activities are conducted according to the organization’s
documented policies, practices, procedures, and, where
appropriate, plans; and addresses noncompliance.

VE2 Executive management periodically reviews the Competency
Analysis activities, status, and results; and resolves issues.

Goal 4 Competency Analysis practices
are institutionalized to ensure
they are performed as defined
organizational processes.

VE3 The definition and use of competency descriptions and
competency information are periodically audited for compliance
with organizational policies.
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Workforce Planning

The purpose of Workforce Planning is to coordinate workforce activities with current and future
business needs at both the organizational and unit levels.

WORKFORCE PLANNING
P1 The current and strategic workforce needs of the organization are

documented.
Goal 1 Measurable objectives for

capability in each of the
organization’s workforce
competencies are defined.

P2 Measurable objectives are established for developing the
organization’s capability in each of its selected workforce
competencies.

P3 A competency development plan is produced for each of the
organization’s selected workforce competencies.

P4 Competency development plans are reviewed and revised on a
periodic and event-driven basis.

P5 The organization establishes and maintains a strategic workforce
plan to guide its workforce practices and activities.

P8 The organization develops succession plans for its key positions.
P9 The organization’s performance in meeting the objectives of its

strategic workforce plan is tracked.

Goal 2 The organization plans for the
workforce competencies needed
to perform its current and future
business activities.

P10 Progress in meeting the objectives of the competency
development plan for each of the organization’s workforce
competencies is tracked.

P6 Units plan workforce activities to satisfy current and strategic
competency needs.

P7 Units review and revise plans for workforce activities on a
periodic and event-driven basis.

Goal 3 Units perform planned
workforce activities to satisfy
current and strategic
competency needs.

P11 Each unit’s performance in conducting its planned workforce
activities is tracked.
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WORKFORCE PLANNING
CO1 The organization establishes and maintains a documented policy

for conducting its Workforce Planning activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Workforce Planning activities across the
organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Workforce Planning activities are
performed.

AB2 A responsible individual(s) coordinates the Workforce Planning
activities for each workforce competency.

AB3 Adequate resources are provided for performing Workforce
Planning activities.

AB4 Individuals performing Workforce Planning activities develop
the knowledge, skills, and process abilities needed to perform
their responsibilities.

AB5 The practices and procedures for performing Workforce
Planning are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Workforce Planning activities.

ME2 Unit measures of workforce planning are collected and
aggregated at the organizational level.

VE1 A responsible individual(s) verifies that Workforce Planning
activities are conducted according to the organization’s
documented policies, practices, procedures, and, where
appropriate, plans; and addresses noncompliance.

Goal 4 Workforce Planning practices
are institutionalized to ensure
they are performed as defined
organizational processes.

VE2 Executive management periodically reviews the Workforce
Planning activities, status, and results; and resolves issues.
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Competency Development

The purpose of Competency Development is to constantly enhance the capability of the
workforce to perform their assigned tasks and responsibilities.

COMPETENCY DEVELOPMENT
P1 Competency development activities are based on the competency

development plans within each workforce competency.
P2 Graduated training and development activities are established

and maintained for developing capability in each of the
organization’s workforce competencies.

Goal 1 The organization provides
opportunities for individuals to
develop their capabilities in its
workforce competencies.

P3 The organization makes available descriptions of workforce
competencies and information about development opportunities
related to them.

P4 Competency-based training and development activities are
identified for each individual to support their development
objectives.

Goal 2 Individuals develop their
knowledge, skills, and process
abilities in the organization’s
workforce competencies. P5 Individuals actively pursue learning opportunities to enhance

their capabilities in the organization’s workforce competencies.

P6 Capable individuals within a competency community are used to
mentor those with less capability in the competency.

P7 The organization supports communication among those
comprising a competency community.

Goal 3 The organization uses the
capabilities of its workforce as
resources for developing the
workforce competencies of
others.

P8 Competency-based experience and information is captured and
made available to those within a competency community.
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COMPETENCY DEVELOPMENT
CO1 The organization establishes and maintains a documented policy

for conducting its Competency Development activities to
develop the core competencies required to perform its business
processes.

CO2 An organizational role(s) is assigned responsibility for
coordinating Competency Development activities across the
organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Competency Development activities
are performed.

AB2 A responsible individual(s) coordinates the Competency
Development activities for each workforce competency.

AB3 Adequate resources are provided for performing the planned
organization-wide and unit-specific Competency Development
activities.

AB4 Individuals performing Competency Development activities
develop the knowledge, skills, and process abilities needed to
perform their responsibilities.

AB5 Individuals who participate in Competency Development
activities receive appropriate orientation in Competency
Development practices.

AB6 The practices and procedures for performing Competency
Development are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Competency Development activities within each
unit and across the organization.

ME2 Measurements are made and used to determine the quality of
Competency Development activities.

VE1 A responsible individual(s) verifies that Competency
Development activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

VE2 Executive management periodically reviews the Competency
Development activities, status, and results; and resolves issues.

Goal 4 Competency Development
practices are institutionalized to
ensure they are performed as
defined organizational
processes.

VE3 The definition and use of data on competency development are
periodically audited for compliance with organizational policies.
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Career Development

The purpose of Career Development is to ensure that individuals are provided opportunities to
develop workforce competencies that enable them to achieve career objectives.

CAREER DEVELOPMENT
P1 The organization defines graduated career opportunities to

support growth in the workforce competencies required to
perform its business activities.

P2 Career promotions are made in each area of graduated career
opportunities based on documented criteria and procedures.

Goal 1 The organization offers career
opportunities that provide
growth in its workforce
competencies.

P3 Graduated career opportunities and promotion criteria are
periodically reviewed and updated.

P4 Affected individuals periodically evaluate their capabilities in the
workforce competencies relevant to their career objectives.

P5 Affected individuals create and maintain a personal development
plan to guide their training and career options.

P6 Career options and development in the organization’s workforce
competencies are discussed with affected individuals on a
periodic or event-driven basis.

P7 Affected individuals pursue training and development
opportunities that enhance their career options and capabilities in
the organization’s workforce competencies.

Goal 2 Individuals pursue career
opportunities that increase the
value of their knowledge, skills,
and process abilities to the
organization.

P8 Individual development activities are tracked against personal
development plans.
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CAREER DEVELOPMENT
CO1 The organization establishes and maintains a documented policy

for conducting its Career Development activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Career Development activities across the
organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that members of the unit participate, as
appropriate, in Career Development activities.

AB2 A responsible individual(s) coordinates the Career Development
activities for each workforce competency.

AB3 Adequate resources are provided for implementing Career
Development activities.

AB4 Individuals responsible for Career Development activities
develop the knowledge, skills, and process abilities needed to
perform their responsibilities.

AB5 Individuals who participate in Career Development activities
receive appropriate orientation in career development
opportunities and activities.

AB6 The practices and procedures for performing Career
Development are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Career Development activities within each unit.

ME2 Unit measures of Career Development status are collected and
aggregated at the organizational level.

ME3 Measurements are made and used to determine the effectiveness
of Career Development activities.

VE1 A responsible individual(s) verifies that Career Development
activities are conducted according to the organization’s
documented policies, practices, and procedures; and addresses
noncompliance.

Goal 3 Career Development practices
are institutionalized to ensure
they are performed as defined
organizational processes.

VE2 Executive management periodically reviews the Career
Development activities, status, and results; and resolves issues.
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Competency-Based Practices

The purpose of Competency-Based Practices is to ensure that all workforce practices are based in
part on developing the competencies of the workforce.

COMPETENCY-BASED PRACTICES
P1 Recruiting activities are planned and executed to satisfy the

organization’s requirements for workforce competencies.
P2 Selection processes are enhanced to evaluate each candidate’s

potential for contributing to organizational and unit objectives
for capability in workforce competencies.

P3 Staffing decisions are made, in part, to achieve the competency
development objectives of the organization and the career
objectives of qualified candidates.

P4 Transition activities provide orientation to workforce
competencies.

Goal 1 Workforce practices are
focused on increasing the
organization’s capability in its
workforce competencies.

P14 As the definition or requirements of its workforce competencies
change, the organization re-evaluates its workforce policies and
practices and adjusts them, as needed.

P5 Work assignments are designed, in part, to enhance personal and
career development objectives.

P6 Each unit documents performance objectives for developing
workforce competencies.

P7 Each individual documents performance objectives for
developing additional capability in the organization’s workforce
competencies.

P8 Ongoing discussions of work performance include feedback on
an individual’s development and application of relevant
workforce competencies.

Goal 2 Workforce activities within
units encourage and support
individuals and workgroups in
developing and applying the
organization’s workforce
competencies.

P9 Each individual’s performance is assessed, in part, against the
objectives of their personal development plan.

P10 The compensation strategy is established and maintained, in part,
to increase the organization’s capability in its workforce
competencies.

P11 Compensation practices are defined to support capability
objectives within each workforce competency.

P12 Adjustments to compensation are partly determined by each
individual’s development and application of relevant workforce
competencies.

Goal 3 Compensation strategies and
recognition and reward
practices are designed to
encourage development and
application of the
organization’s workforce
competencies.

P13 Recognition and rewards for developing or applying workforce
competencies are provided, when appropriate, at the individual,
workgroup, or unit levels.
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COMPETENCY-BASED PRACTICES
CO1 Relevant organizational policies promote increased capability in

the organization’s workforce competencies.
CO2 An organizational role(s) is assigned responsibility for

coordinating adjustments in workforce practices designed to
increase the organization’s capability in its workforce
competencies.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that workforce practices and activities are
designed to motivate individuals and workgroups to develop and
apply workforce competencies.

AB2 A responsible individual(s) coordinates the competency-based
practices and activities for each workforce competency.

AB3 Adequate resources are provided for ensuring that workforce
practices and activities are designed to increase the
organization’s capability in its workforce competencies.

AB4 Those responsible for competency-based workforce activities
develop the knowledge, skills, and process abilities needed to
perform their responsibilities.

AB5 The practices and procedures for performing competency-based
workforce practices are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of workforce practices to increase capability in the
organization’s workforce competencies.

ME2 Measurements are made and used to determine how effectively
competency-based workforce practices are increasing capability
in the organization’s workforce competencies.

VE1 A responsible individual(s) verifies that competency-based
workforce practices are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 4 Competency-Based Practices
are institutionalized to ensure
they are performed as defined
organizational processes.

VE2 Executive management periodically reviews the activities
implementing competency-based workforce practices, their
status and results, and resolves issues.
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Workgroup Development

The purpose of Workgroup Development is to organize work around competency-based process
abilities.

WORKGROUP DEVELOPMENT
P1 The committed work within a unit is analyzed to identify its

process dependencies.
P2 Committed work is structured to optimize the coordination and

performance of interdependent work within workgroups.

Goal 1 Workgroups are established to
optimize the performance of
interdependent work.

P3 Each workgroup is formed to perform a defined set of business
activities and to accomplish defined objectives.

P4 Methods and procedures for performing common workgroup
functions are defined and maintained for use by workgroups.

P7 Workgroups tailor competency-based processes for performing
their business activities.

P8 Roles for performing the workgroup’s operating processes are
defined and allocated to individuals.

P10 Workgroup members establish mechanisms for communicating
information and coordinating dependencies among roles.

P11 Skills needed to perform jointly as a workgroup using the
workgroup’s operating processes are developed.

Goal 2 Workgroups tailor defined
processes and roles for use in
planning and performing their
work.

P12 Workgroups that share dependencies define interfaces through
which their activities and commitments are coordinated.

P5 The competencies required to perform a workgroup’s business
activities are identified.

P6 Staffing processes are performed to ensure that workgroups are
staffed with individuals whose competencies match those needed
to perform the workgroup’s business activities.

Goal 3 Workgroup staffing activities
focus on the assignment,
development, and future
deployment of the
organization’s workforce
competencies. P14 Workgroups are disbanded through an orderly performance of

workforce activities.

P9 Workgroup activities and commitments are planned.

P13 A responsible individual(s) tracks and manages workgroup
performance.

Goal 4 Workgroup performance is
managed against documented
objectives for committed work.

P15 When workgroups disband, their assets are captured for
redeployment.
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WORKGROUP DEVELOPMENT
CO1 The organization establishes and maintains a documented policy

for conducting Workgroup Development activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Workgroup Development activities across the
organization.

CO3 Workgroup Development activities are incorporated into the
organization’s strategic workforce plan and the planned
workforce activities within units.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that members of the unit participate in
Workgroup Development activities, as appropriate.

AB2 Adequate resources are provided for performing Workgroup
Development activities.

AB3 Responsible individual(s) to whom the members of a workgroup
are accountable develop the knowledge, skills, and process
abilities needed to manage workgroups.

AB4 Workgroup members receive appropriate guidance or training in
workgroup skills.

AB5 The practices and procedures for performing Workgroup
Development are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Workgroup Development activities across the
organization.

ME2 Measures of workgroup development are collected and
aggregated at the organizational level.

ME3 Measurements are made and used to determine the effectiveness
of Workgroup Development activities.

VE1 A responsible individual(s) verifies that Workgroup
Development activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 5 Workgroup Development
practices are institutionalized to
ensure they are performed as
defined organizational
processes.

VE2 Executive management periodically reviews the Workgroup
Development activities, status, and results; and resolves issues.
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Participatory Culture

The purpose of a Participatory Culture allows the organization to exploit the full capability of the
workforce for making decisions that affect the performance of business activities.

PARTICIPATORY CULTURE
P1 Information about organizational and unit performance is made

available to individuals and workgroups.
P2 Individuals and workgroups are made aware of how their work

performance contributes to unit and organizational performance.
P3 Individuals and workgroups have access to information needed

to perform their committed work.

Goal 1 Information about business
activities and results is
communicated throughout the
organization.

P4 Information and communication systems support the information
needs of individuals and workgroups.

P5 The structure of decision-making processes within the
organization is analyzed.

P6 Decision-making processes and roles are defined.
P7 Responsibilities for decisions are delegated to appropriate levels

and locations in the organization.

Goal 2 Decisions are delegated to an
appropriate level of the
organization.

P9 Decisions made by those empowered to make them are
supported by others in the organization.

P8 Individuals and workgroups use defined decision-making
processes.

P10 Individuals and workgroups are involved in making decisions
that affect their work.

P11 Individuals and groups participate in decisions concerning their
work environments.

Goal 3 Individuals and workgroups
participate in structured
decision-making processes.

P12 Defined mechanisms are used for resolving conflicts and
disputes.
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PARTICIPATORY CULTURE
CO1 The organization’s stated values encourage open communication

and participation in decision making by individuals and
workgroups, when appropriate.

CO2 The organization establishes and maintains a documented policy
for its activities that supports the development of a participatory
culture.

CO3 An organizational role(s) is assigned responsibility for
coordinating the organization’s activities for developing a
participatory culture.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority to ensure that the performance of business and
workforce activities within the unit contributes to developing a
participatory culture.

AB2 Adequate resources are provided for performing activities that
support development of a participatory culture.

AB3 Managers develop the knowledge, skills, and process abilities
needed to perform their responsibilities regarding
communication and participatory management.

AB4 Individuals and groups who participate in Participatory Culture
activities receive the preparation in problem-solving and
decision-making processes, methods, and skills appropriate to
the types of decisions they will participate in making.

AB5 The practices and procedures for developing a participatory
culture are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of participatory activities and trends within the
organization.

ME2 Measurements are made and used to determine the effectiveness
of the participatory practices adopted in the organization.

VE1 A responsible individual(s) verifies that communication and
decision-making activities within the organization are conducted
in an open and participative manner according to the
organization’s values and policies; and addresses
noncompliance.

Goal 4 Participatory Culture practices
are institutionalized to ensure
they are performed as defined
organizational processes.

VE2 Executive management periodically reviews the level of
participatory behavior and resolves issues.
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Competency Integration

The purpose of Competency Integration is to improve the efficiency and agility of
interdependent work by integrating the process abilities of different workforce competencies.

COMPETENCY INTEGRATION
P1 Business activities involving dependencies among multiple

workforce competencies are identified.
P2 Dependencies and interfaces among multiple workforce

competencies are analyzed to identify opportunities for
integrating their competency-based processes.

P3 Integrated competency-based processes are defined and made
available for use.

Goal 1 The competency-based
processes employed by
different workforce
competencies are integrated to
improve the efficiency of
interdependent work.

P12 The performance of integrated competency-based processes is
evaluated to identify needed adjustments and updates.

P4 Work is designed to incorporate integrated competency-based
processes, where appropriate.

P6 Skills needed for performing integrated competency-based
processes are developed.

P10 Workgroups performing integrated competency-based processes
tailor and use them for planning committed work.

Goal 2 Integrated competency-based
processes are used in
performing work that involves
dependencies among several
workforce competencies.

P11 Workgroups use integrated competency-based processes for
work involving multiple workforce competencies.

P5 Organizational structures support multi-disciplinary work that
integrates competency-based processes.

P7 The work environment supports work by individuals or
workgroups using integrated competency-based processes.

P8 Workforce competency descriptions are revised to incorporate
integrated competency-based processes.

Goal 3 Workforce practices are
designed to support multi-
disciplinary work.

P9 Workforce practices and activities are defined and adjusted to
support integrated competency-based activities.
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COMPETENCY INTEGRATION
CO1 The organization establishes and maintains a documented policy

for conducting Competency Integration activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Competency Integration activities across the
organization.

AB1 Within relevant organizational units or other entities, an
individual(s) is assigned responsibility and authority for ensuring
that Competency Integration activities are performed.

AB2 A responsible individual(s) coordinates the activities for
defining, developing, and maintaining each integrated
competency-based process.

AB3 Adequate resources are provided for performing Competency
Integration activities.

AB4 Those involved in defining integrated competency-based
processes develop the knowledge, skills, and process abilities
needed to perform process analysis and definition.

AB5 Affected individuals and workgroups develop the knowledge,
skills, and process abilities needed to perform the integrated
competency-based processes involved in their work.

AB6 The practices and procedures for performing Competency
Integration are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Competency Integration activities.

ME2 Measurements are made and used to determine the effectiveness
of Competency Integration activities.

VE1 A responsible individual(s) verifies that the Competency
Integration activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

Goal 4 Competency Integration
practices are institutionalized to
ensure they are performed as
defined organizational
processes.

VE2 Executive management periodically reviews the Competency
Integration activities, status, and results; and resolves issues.
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Empowered Workgroups

The purpose of Empowered Workgroups is to invest workgroups with the responsibility and
authority for determining how to conduct their business activities most effectively.

EMPOWERED WORKGROUPS
P1 Work responsibilities are designed to provide an empowered

workgroup with optimal control over an integrated set of
business activities.

P2 Empowered workgroups are formed with a statement of their
mission and authority for accomplishing it.

P3 The individual(s) or organizational entity to which an
empowered workgroup is accountable provides business
objectives and negotiates responsibilities and commitments with
the empowered workgroup.

P4 Empowered workgroups are delegated the responsibility and
authority to determine the methods by which they will
accomplish their committed work.

Goal 1 Empowered workgroups are
delegated responsibility and
authority over their work
processes.

P5 Empowered workgroups use appropriate methods for making
decisions on their commitments and methods of operation.

P6 The organization’s work environment supports the development
and performance of empowered workgroups.

P7 The organization’s workforce practices are tailored for use with
empowered workgroups.

Goal 2 The organization’s workforce
practices and activities
encourage and support the
development and performance
of empowered workgroups. P12 Adjustments to the compensation of members of empowered

workgroups are based, in part, on issues related to workgroup
performance.

P8 Responsibility and authority for performing selected workforce
activities is delegated to empowered workgroups.

P9 Empowered workgroups tailor workforce activities delegated to
them and plan for their adoption.

P10 Empowered workgroups perform the workforce activities
delegated to them.

Goal 3 Empowered workgroups
perform selected workforce
practices internally.

P11 Empowered workgroups participate in managing their
performance.
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EMPOWERED WORKGROUPS
CO1 The organization establishes and maintains a documented policy

for conducting Empowered Workgroups activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating empowerment activities and tailoring workforce
practices to support empowered workgroups.

AB1 Each empowered workgroup has an individual(s) or
organizational entity that is assigned responsibility as
its sponsor and to whom it is accountable.

AB2 Adequate resources are provided for performing Empowered
Workgroups activities.

AB3 All affected parties develop the knowledge, skills, and process
abilities needed to develop effective relationships with
empowered workgroups.

AB4 Individuals responsible for tailoring or administering workforce
practices for empowered workgroups develop the knowledge,
skills, and process abilities needed to perform their
responsibilities.

AB5 The practices and procedures for performing Empowered
Workgroups are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of workforce practices for empowering
workgroups.

ME2 Measurements are made and used to determine the effectiveness
of workforce practices for empowering workgroups.

VE1 A responsible individual(s) verifies that the organization’s
workforce practices for empowering workgroups are conducted
according to the organization’s documented policies, practices,
procedures, and, where appropriate, plans; and addresses
noncompliance.

VE2 Executive management periodically reviews the organization’s
Empowered Workgroups activities, status, and results; and
resolves issues.

Goal 4 Empowered Workgroups
practices are institutionalized to
ensure they are performed as
defined organizational
processes.

VE3 The definition and use of empowered workgroup performance
data are periodically audited for compliance with organizational
policies.
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Competency-Based Assets

The purpose of Competency-Based Assets is to capture the knowledge, experience, and artifacts
developed in performing competency-based processes for use in enhancing competency and
performance.

COMPETENCY-BASED ASSETS
P1 Individuals and workgroups capture and retain information and

artifacts that emerge from performing competency-based
processes.

P2 Communication vehicles are established to support the sharing of
competency-based information and artifacts within and among
competency communities.

P3 A strategy for developing and deploying competency-based
assets is created for each affected workforce competency.

P4 Selected components of competency-based information and
artifacts are organized into competency-based assets and made
available for use.

Goal 1 The knowledge, experience,
and artifacts resulting from
performing competency-based
processes are developed into
competency-based assets.

P5 Competency-based assets are updated to reflect periodic
revisions in the knowledge, skills, and process abilities
constituting workforce competencies.

P6 Competency-based assets are integrated into competency-based
processes and related technologies, as appropriate.

P7 Individuals and workgroups use competency-based assets in
performing their business activities.

Goal 2 Competency-based assets are
deployed and used.

P8 Information resulting from the use of competency-based assets is
captured and made available.

P9 Competency development activities incorporate competency-
based assets.

P10 Mentoring or coaching activities are organized to deploy
competency-based assets.

P11 Workforce practices and activities encourage and support the
development and use of competency-based assets.

Goal 3 Workforce practices and
activities encourage and support
the development and use of
competency-based assets.

P12 Compensation practices and activities are defined and performed
to motivate the development and use of competency-based
assets.
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COMPETENCY-BASED ASSETS
CO1 The organization’s stated values encourage knowledge sharing

between individuals and workgroups, when appropriate.
CO2 The organization establishes and maintains a documented policy

for developing and using competency-based assets.
CO3 An organizational role(s) is assigned responsibility for

coordinating across the organization the activities involved in
capturing and reusing competency-based assets.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that members of the unit participate in
capturing and using competency-based assets, as appropriate.

AB2 A responsible individual(s) coordinates the activities for
capturing and using competency-based assets within each
workforce competency.

AB3 Adequate resources are provided for capturing and using
competency-based assets.

AB4 Those responsible for various tasks involved in developing and
deploying the organization’s competency-based assets develop
the knowledge, skills, and process abilities needed to perform
their responsibilities.

AB5 Individuals involved in capturing or using competency-based
assets develop the knowledge, skills, and process abilities needed
to perform their responsibilities.

AB6 The practices and procedures for capturing or using competency-
based assets are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of activities for contributing to and using
competency-based assets.

ME2 Measurements are made and used to determine the effectiveness
of competency-based assets on improving competencies and
performance.

VE1 A responsible individual(s) verifies that the organization’s
activities for developing and using competency-based assets are
conducted according to the organization’s documented policies,
practices, procedures, and, where appropriate, plans; and
addresses noncompliance.

VE2 Executive management periodically reviews the Competency-
Based Assets activities, status, and results; and resolves issues.

Goal 4 Competency-Based Assets
activities are institutionalized to
ensure they are performed as
defined organizational
processes.

VE3 The definition and use of competency-based assets measures and
information are periodically audited for compliance with
organizational policies.
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Quantitative Performance Management

The purpose of Quantitative Performance Management is to predict and manage the capability of
competency-based processes for achieving measurable performance objectives.

QUANTITATIVE PERFORMANCE MANAGEMENT
P1 The quantitative performance objectives required to achieve

organizational business objectives are defined.
P2 Each unit establishes measurable performance objectives whose

achievement most contributes to organizational business
objectives.

Goal 1 Measurable performance
objectives are established for
competency-based processes
that most contribute to
achieving performance
objectives. P3 Individuals and workgroups establish measurable performance

objectives for competency-based processes that most contribute
to their achieving unit performance objectives.

P4 Individuals and workgroups plan their committed work using
process performance baselines for competency-based processes.

P5 Individuals and workgroups define quantitative methods for
managing the competency-based processes that most contribute
to achieving their performance objectives.

P6 Individuals and workgroups quantitatively manage the
performance of the competency-based processes that most
contribute to achieving their performance objectives.

P7 Individuals or workgroups take corrective actions when the
performance of their competency-based processes differs from
the quantitative results required to achieve their performance
objectives.

P8 Quantitative records of individual and workgroup performance
are retained.

Goal 2 The performance of
competency-based processes is
managed quantitatively.

P9 Where appropriate, quantitative performance results are used in
performing workforce practices and activities.
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QUANTITATIVE PERFORMANCE MANAGEMENT
CO1 The organization establishes and maintains a documented policy

for conducting Quantitative Performance Management activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Quantitative Performance Management activities
across the organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that Quantitative Performance
Management activities are performed.

AB2 Adequate resources are provided for performing Quantitative
Performance Management activities.

AB3 Individuals who participate in Quantitative Performance
Management activities develop the knowledge, skills, and
process abilities needed to perform their responsibilities.

AB4 The practices and procedures for performing Quantitative
Performance Management are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of the organization’s Quantitative Performance
Management activities.

ME2 Measurements are made and used to determine the effectiveness
of Quantitative Performance Management activities.

VE1 A responsible individual(s) verifies that Quantitative
Performance Management activities are conducted according to
the organization’s documented policies, practices, procedures,
and, where appropriate, plans; and addresses noncompliance.

VE2 Executive management periodically reviews the Quantitative
Performance Management activities, status, and results; and
resolves issues.

Goal 3 Quantitative Performance
Management practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE3 The definition and use of performance measures at the
individual, workgroup, and unit levels are periodically audited
for compliance with the organization’s policies.
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Organizational Capability Management

The purpose of Organizational Capability Management is to quantify and manage the capability
of the workforce and of the critical competency-based processes they perform.

ORGANIZATIONAL CAPABILITY MANAGEMENT
P1 The organization identifies the workforce competencies that are

critical to its business strategies and objectives.
P2 The organization quantifies its capability in each of its critical

workforce competencies.

Goal 1 Progress in developing the
capability of critical workforce
competencies is managed
quantitatively.

P3 The organization’s capability in each of its critical workforce
competencies is managed quantitatively.

P4 Measurable objectives for contributing to capability growth in
critical workforce competencies are established for workforce
practices and activities.

P5 The organization quantitatively evaluates the impacts of
workforce practices and activities on capability in each of its
critical workforce competencies.

Goal 2 The impact of workforce
practices and activities on
progress in developing the
capability of critical workforce
competencies is evaluated and
managed quantitatively.

P6 The impacts of workforce practices and activities on the
organization’s capability in each of its critical workforce
competencies are managed quantitatively.

P7 Process performance baselines are developed and maintained for
critical competency-based processes.

P8 The capability of critical competency-based processes is
managed quantitatively.

Goal 3 The capabilities of competency-
based processes in critical
workforce competencies are
established and managed
quantitatively. P9 The organization uses its capability data and process

performance baselines in developing quantitative models of
performance.

P10 The impact of workforce practices and activities on the
capability and performance of competency-based processes is
evaluated and managed quantitatively.

Goal 4 The impact of workforce
practices and activities on the
capabilities of competency-
based processes in critical
workforce competencies is
evaluated and managed
quantitatively.

P11 Evaluations of the impact of workforce practices and activities
on the capability and performance of competency-based
processes are used in performing other business and workforce
activities, as appropriate.
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ORGANIZATIONAL CAPABILITY MANAGEMENT
CO1 The organization establishes and maintains a documented policy

for conducting Organizational Capability Management activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Organizational Capability Management activities
across the organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring the unit’s involvement in Organizational
Capability Management activities, as appropriate.

AB2 A responsible individual(s) coordinates the quantitative
capability management activities within each critical workforce
competency.

AB3 Adequate resources are provided for performing Organizational
Capability Management activities.

AB4 Those responsible for Organizational Capability Management
activities develop the knowledge, skills, and process abilities
needed to perform their responsibilities.

AB5 Individuals who participate in Organizational Capability
Management activities receive appropriate orientation in the
purposes and methods for the organization’s quantitative
capability management activities.

AB6 The practices and procedures for performing Organizational
Capability Management are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Organizational Capability Management
activities.

ME2 Measurements are made and used to determine the effectiveness
of Organizational Capability Management activities.

VE1 A responsible individual(s) verifies that Organizational
Capability Management activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

VE2 Executive management periodically reviews the Organizational
Capability Management activities, status, and results; and
resolves issues.

Goal 5 Organizational Capability
Management practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE3 The definition and use of measures at the individual, workgroup,
and unit levels are periodically audited for compliance with
organizational policies.
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Mentoring

The purpose of Mentoring is to transfer the lessons of greater experience in a workforce
competency to improve the capability of other individuals or workgroups.

MENTORING
P1 Opportunities for using the experience of the workforce to

improve performance or achieve other organizational objectives
are identified.

P2 The objectives and structure of each mentoring program are
defined.

P3 Each mentoring program is communicated to affected
individuals and workgroups.

P8 Mentors support the development and improvement of
competency-based assets.

Goal 1 Mentoring programs are
established and maintained to
accomplish defined objectives.

P10 The organization’s workforce practices support mentoring
activities, as needed.

P4 Mentors are selected and matched with individuals or
workgroups to be mentored.

P5 Mentors and those they mentor establish a mentoring
relationship.

P6 Mentors assist individuals or workgroups in developing
capability in workforce competencies.

P7 Mentoring relationships are reviewed to ensure that they satisfy
their intended objectives.

Goal 2 Mentors provide guidance and
support to individuals or
workgroups.

P9 Mentors participate in performance management and related
workforce activities, as appropriate.
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MENTORING
CO1 The organization establishes and maintains a documented policy

for conducting Mentoring activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating Mentoring activities across the organization.
AB1 Within each unit, an individual(s) is assigned responsibility and

authority for ensuring that members of the unit participate in
Mentoring activities, as appropriate.

AB2 Adequate resources are provided for performing Mentoring
activities.

AB3 Individuals selected to act as mentors develop the knowledge,
skills, and process abilities needed in relevant mentoring
objectives, techniques, and skills to perform their
responsibilities.

AB4 Affected individuals receive appropriate orientation in
Mentoring practices.

AB5 The practices and procedures for performing Mentoring are
defined and documented.

ME1 Measurements are made and used to determine the status and
performance of Mentoring activities.

ME2 Measurements are made and used to determine the effectiveness
of Mentoring activities.

VE1 A responsible individual(s) verifies that Mentoring activities are
conducted according to the organization’s documented policies,
practices, procedures, and, where appropriate, plans; and
addresses noncompliance.

Goal 3 Mentoring practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE2 Executive management periodically reviews Mentoring
activities, status, and results; and resolves issues.
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Continuous Capability Improvement

The purpose of Continuous Capability Improvement is to provide a foundation for individuals
and workgroups to continuously improve their capability for performing competency-based
processes.

CONTINUOUS CAPABILITY IMPROVEMENT
P1 Individuals and workgroups are empowered to continuously

improve their capability for performing competency-based
processes.

P10 Within each critical workforce competency, capability objectives
are defined for critical competency-based processes.

P11 Within each critical workforce competency, capability objectives
for competency-based processes are compared to process
performance baselines to identify improvement objectives.

Goal 1 The organization establishes
and maintains mechanisms for
supporting continuous
improvement of its
competency-based processes.

P15 The organization’s workforce practices are adjusted, as needed,
to accommodate continuous improvement activities by
individuals and workgroups.

P2 Individuals characterize the capability and performance of their
personal work processes.

P3 Individuals evaluate the capability of their personal work
processes to identify opportunities for improvement.

P4 Individuals establish measurable improvement objectives and
plans for improving the capability of their personal work
processes.

Goal 2 Individuals continuously
improve the capability of their
personal work processes.

P5 Individuals continuously improve the capability and performance
of their personal work processes.

P6 Workgroups evaluate the capability and performance of their
operating processes to identify opportunities for improvement.

P7 Workgroups establish measurable objectives and plans for
improving the capability of their operating processes.

Goal 3 Workgroups continuously
improve the capability of their
workgroup’s operating
processes.

P8 Workgroups continuously improve their capability and
performance.

P9 Recommendations resulting from improvements in personal
work processes or workgroup operating processes are reviewed
to determine if they should be incorporated into competency-
based processes.

P12 Within affected workforce competencies, responsible individuals
identify opportunities for improving the capability and
performance of competency-based processes.

P13 Within selected workforce competencies, responsible individuals
identify, evaluate, and select improvements to competency-based
processes.

Goal 4 The capabilities of competency-
based processes are
continuously improved.

P14 Selected improvement recommendations are incorporated into
competency-based processes and made available for use.
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CONTINUOUS CAPABILITY IMPROVEMENT
CO1 The organization establishes and maintains a documented policy

for continuously improving individual and workgroup capability.
CO2 An organizational role(s) is assigned responsibility for

coordinating Continuous Capability Improvement activities
across the organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring that members of the unit participate in
Continuous Capability Improvement activities, as appropriate.

AB2 Within selected workforce competencies, responsible
individual(s) coordinate activities to improve its competency-
based processes.

AB3 Adequate resources are provided for continuously improving
individual and workgroup capabilities.

AB4 Mentoring support is offered to improve the capability and
performance of individuals and workgroups.

AB5 Individuals and workgroups develop the knowledge, skills, and
process abilities needed to perform their responsibilities in
applying techniques for continuously improving their
capabilities.

AB6 The practices and procedures for performing Continuous
Competency Improvement are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of activities for Continuous Capability
Improvement.

ME2 Measurements are made and used to determine the effectiveness
of activities for Continuous Capability Improvement.

VE1 A responsible individual(s) verifies that the activities for
Continuous Capability Improvement are conducted according to
the organization’s documented policies, practices, procedures,
and, where appropriate, plans; and addresses noncompliance.

Goal 5 Continuous Capability
Improvement practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE2 Executive management periodically reviews the Continuous
Capability Improvement activities, status, and results; and
resolves issues.
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Organizational Performance Alignment

The purpose of Organizational Performance Alignment is to enhance the alignment of
performance results across individuals, workgroups, and units with organizational performance
and business objectives.

ORGANIZATIONAL PERFORMANCE ALIGNMENT
P1 Workgroups continuously improve the alignment of performance

among individuals and across the workgroup.
P2 Units align performance among individuals, workgroups, and

other entities within the unit.

Goal 1 The alignment of performance
among individuals, workgroups,
units, and the organization is
continuously improved.

P3 The organization aligns performance across units and with the
organization’s business objectives.

P4 The impact of the organization’s workforce practices and
activities on aligning performance is understood quantitatively.

P5 The impact of workforce practices and activities on performance
alignment is managed quantitatively.

Goal 2 The impact of workforce
practices and activities on
aligning individual, workgroup,
unit, and organizational
performance is continuously
improved.

P6 Evaluations of the impact of workforce practices and activities
on performance alignment are used in performing other business
and workforce activities.
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ORGANIZATIONAL PERFORMANCE ALIGNMENT
CO1 The organization establishes and maintains a documented policy

for aligning performance across individuals, workgroups, units,
and the organization.

CO2 An organizational role(s) is assigned responsibility for
coordinating performance alignment activities across the
organization.

AB1 Within each unit, an individual(s) is assigned responsibility and
authority for ensuring the unit’s involvement in the
organization’s performance alignment activities.

AB2 Adequate resources are provided for performing Organizational
Performance Alignment activities.

AB3 Individuals performing Organizational Performance Alignment
activities develop the knowledge, skills, and process abilities
needed to perform their responsibilities.

AB4 Individuals and workgroups participating in Organizational
Performance Alignment activities receive appropriate orientation
in Organizational Performance Alignment practices.

AB5 The practices and procedures for performing Organizational
Performance Alignment are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of the organization’s performance alignment
activities.

ME2 Measurements are made and used to determine the effectiveness
of the organization’s performance alignment activities.

VE1 A responsible individual(s) verifies that the organization’s
performance alignment activities are conducted according to the
organization’s documented policies, practices, procedures, and,
where appropriate, plans; and addresses noncompliance.

VE2 Executive management periodically reviews the organization’s
performance alignment activities, status, and results; and
resolves issues.

Goal 3 Organizational Performance
Alignment practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE3 The definition and use of measures of individual, workgroup,
unit, and organizational performance are periodically audited for
compliance with organizational policies.
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Continuous Workforce Innovation

The purpose of Continuous Workforce Innovation is to identify and evaluate improved or
innovative workforce practices and technologies, and implement the most promising ones
throughout the organization.

CONTINUOUS WORKFORCE INNOVATION
P1 The organization establishes a framework for continuously

improving its workforce practices and activities.
P2 Individuals and workgroups are empowered to continuously

improve their performance of workforce activities.
P3 A continuous improvement program is established to encourage

individuals and workgroups to propose improvements to
workforce practices and activities.

Goal 1 The organization establishes
and maintains mechanisms for
supporting continuous
improvement of its workforce
practices and technologies.

P6 Quantitative objectives are established for improving the impact
of workforce practices and activities.

P4 Workforce opinions about their working conditions are
periodically evaluated to identify areas that would most benefit
from innovative or improved practices.

P5 Data regarding the impact of the organization’s workforce
practices and activities are analyzed to identify areas that would
most benefit from innovative or improved practices.

P7 The organization continuously investigates innovative workforce
practices and technologies.

P8 Innovative and improved workforce practices and technologies
are evaluated and selected for implementation.

Goal 2 Innovative or improved
workforce practices and
technologies are identified and
evaluated.

P9 When appropriate, innovative or improved workforce practices
or technologies are evaluated in trials to evaluate their benefits
and most effective methods for implementation.

P10 The deployment of innovative or improved workforce practices
or technologies is planned and prepared.

P11 Innovative or improved workforce practices and technologies are
implemented according to their deployment plans.

P12 The effectiveness and benefits of innovative or improved
workforce practices and technologies are evaluated
quantitatively.

Goal 3 Innovative or improved
workforce practices and
technologies are deployed using
orderly procedures.

P13 The status and results of the organization’s Continuous
Workforce Innovation activities are periodically reviewed and
communicated across the organization.
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CONTINUOUS WORKFORCE INNOVATION
CO1 The organization establishes and maintains a documented policy

for conducting Continuous Workforce Innovation activities.
CO2 An organizational role(s) is assigned responsibility for

coordinating the continuous innovation and improvement of
workforce practices across the organization.

AB1 Within each unit, a responsible individual(s) coordinates actions
regarding proposals for improving workforce practices and
activities and manages deployment of improvements or
innovations.

AB2 Adequate resources are provided for continuously improving
workforce practices and activities.

AB3 Those responsible for continuously innovating and improving
workforce practices and activities develop the knowledge, skills,
and process abilities needed to perform their responsibilities and
to apply relevant evaluation methods and continuous
improvement techniques.

AB4 Individuals receive orientation or preparation in the innovative or
improved workforce practices and technologies adopted by the
organization.

AB5 The practices and procedures for performing Continuous
Workforce Innovation are defined and documented.

ME1 Measurements are made and used to determine the status and
performance of activities for continuously innovating and
improving workforce practices and activities.

ME2 Measurements are made and used to determine the effectiveness
of continuously innovating and improving workforce practices
and technologies.

VE1 A responsible individual(s) verifies that the activities for
continuously innovating and improving workforce practices are
conducted according to the organization’s documented policies,
practices, procedures, and, where appropriate, plans; and
addresses noncompliance.

Goal 4 Continuous Workforce
Innovation practices are
institutionalized to ensure they
are performed as defined
organizational processes.

VE2 Executive management periodically reviews the Continuous
Workforce Innovation activities, status, and results; and resolves
issues.
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Summary of Changes in Version 2 of the People CMM

Version 2 of the People CMM has been designed to correct known issues in Version 1, which
was released in 1995; to add enhancements learned from five years of implementation
experience; and to integrate the model better with CMMI and its IPPD extensions. The primary
motivation for updating the People CMM was the error in Version 1 of placing team-building
activities at Maturity Level 4. The authors made this placement based on substantial feedback
that it should not be placed at Maturity Level 3, as it had been in early review releases.
Experience has indicated that many organizations initiate formal development of workgroups
while working toward Maturity Level 3. This, Version 2 of the People CMM initiates process-
driven workgroup development at Maturity Level 3. This change is consistent with the placing of
integrated teaming activities at Maturity Level 3 of the CMMI-IPPD.

In addition, the authors have made other improvements in Version 2 to bring the People CMM
closer to its maturity framework roots in process-driven organizational improvement. An
institutionalization goal has been added to each process area to better align the goal structure
with that used in the CMMI. Many of these improvements will make it easier for organizations
to integrate People CMM-based improvements with CMMI-based improvements.

Version 2 of the People CMM is being produced only in a staged representation. After lengthy
review of the literature and experience gathered from implementers on programs to improve
workforce practices, the authors determined that these programs often fail when workforce
practices are not introduced as a system of practices or in reinforcing bundles, but rather are
deployed in isolation. For instance, efforts to install empowered teams are likely to fail if
compensation practices continue to reward individual performance without recognizing
contribution to team performance and team success.
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Change History of the People CMM

Date Version Change Description

August 1990 0.0 Conceptual model published [Curtis90].

October 1993 0.1 Version for review by Advisory Board.

November 1994 0.2 Draft for public review. Version 0.2 distributed to the
P-CMM Correspondence Group for review and comments.

April 1995 0.3 Draft for public review. Version 0.3 distributed to the P-CMM
Correspondence Group for review and comments.

September 1995 1.0 Baseline Version 1 for public release [Curtis 95].

August 1998 1.0 People CMM-Based Assessment Method Description,
Version 1.0 released [Hefley 98].

January 2001 1.8 Draft of Version 2 for public review.

July 2001 2.0 Baseline Version 2 for public release [this document].
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Change Request Form for the People CMM

Change Request – People Capability Maturity Model

SEI Assigned Tracking Number:  ____________Product:  P-CMM V2.0

Name of Submitting Organization:

Organization Contact:  _________________________  Telephone:

Mailing Address:

Date:  ______________  Short Title:

Change Location Tag:
(use section #, figure # , key process area ID, practice ID, etc.)

Proposed Change:

Rationale for Change:

Note:  For the SEI to take appropriate action on a change request, we must have a clear description of the
recommended change, along with a supporting rationale.

Send US mail to:  P-CMM Change Requests, Software Process Program, Software Engineering Institute,
Carnegie Mellon University, Pittsburgh, PA  15213-3890.

Send packages to:  P-CMM Change Requests, Software Process Program, Software Engineering Institute,
Carnegie Mellon University, 4500 Fifth Avenue, Pittsburgh, PA  15213-2691.

Send via Internet to:  p-cmm-change@sei.cmu.edu
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